Purpose -The purpose of this paper is to analyze the effect of gender upon the relation between protean and boundaryless career attitudes and subjective career success, in today's dynamic and changing organizational context. Design/methodology/approach -Data were collected using a questionnaire conducted on 150 graduate and post-graduate distance learning students. The data were analyzed using structural equation modeling. Findings -The analysis indicates that women's career success is positively related with self-direction and negatively related with their reliance on their own values. Furthermore, the authors found a negative relation between organizational mobility preference and men's subjective career success. Research limitations/implications -A potential limitation of this study is that all participants were distance-learning students, thus limiting the generalizability of the findings to other populations. Furthermore, cross-sectional designs do not permit drawing conclusions regarding the causal direction. Practical implications -Organizations should transform work structures and human resources policies and provide career models that allow women flexibility and more control over their work. Research results show that values-driven predisposition may lead to low levels of perceived career success. This indirectly suggests that individuals experience intrinsic career success when their values are consistent with organizational values, and therefore they should seek work opportunities in organizations whose aim, scope, and philosophy is consistent with their ideals. Originality/value -This is the first paper to shed light on gender's impact upon the relationship between protean and boundaryless career attitudes and subjective career success, in a context in which there have been calls in literature for more career research taking into account gender differences.
Introduction
Until recently, the traditional career advancement model, emphasizing full-time, long-term organizational employment, and extensive commitment to one's organization, served as the backdrop for most research on careers (Valcour and Ladge, 2008) . However, sweeping changes produced within the context of the knowledge-driven economy (e.g. globalization, rapid technological advancements, organizational downsizing, constant competitive pressures, democratization of work life (Gratton and Ghoshal, 2003) , decrease in job security (Cappelli, 1999) , increased workforce diversity, expanding use of outsourcing and part-time and temporary employees (Sullivan and Baruch, 2009) , and increasing reliance on the dissemination and application of intellectual capabilities (Powell and Snellman, 2004) for creating and sustaining competitive advantage) have gradually reshaped the world in which careers are unfolding.
within the eye of the career actor (Hall and Chandler, 2005) , due to the fact that a boundaryless career is believed to intensify the need for using internal (psychological), self-generated guides in defining one's career success (Mirvis and Hall, 1994) .
All the above changes produced in the contemporary workplace and in individual attitudes point to the need for a better understanding of the determinants of subjective career success and for more attention to the impact of gender variables on individuals' satisfaction with their professional careers. The main objective of this paper is to explore gender differences among protean and boundaryless dimensions and their relation with subjective career success. We will start defining the two career models in more detail by describing their underlying attitudes. Hereafter, we will match career success to these attitudes according to gender and build hypotheses that will be tested by means of hierarchical regression analysis. Finally, results are discussed, together with implications, limitations, and directions for future research.
Review of the literature
The boundaryless career The traditional career was defined in terms of progressive lineal advancement in one or two organizations and was conceived as evolving through a series of stages towards a pinnacle of power, income, and prestige within the hierarchical organization (Levinson, 1978; Super, 1957) . By contrast, the boundaryless career metaphor highlights an independent, individually driven, and subjectively addressed career concept (Arthur and Rousseau, 1996) , transcending the boundaries of a single employment setting. Although in the previous years some authors have approached boundaryless careers uniquely considering physical changes in work arrangements (Jones, 1996; Saxenian, 1996) , Sullivan and Arthur (2006) emphasize the complexity of the boundaryless career concept and, thus, the need of viewing mobility as measured along two continua (physical and psychological), in order to fully capture the meaning of career boundarylessness. These authors identified six different meanings of the boundaryless career, arguing that it is a complex concept that, apart from emphasizing inter-and intra-organizational mobility, encompasses careers that can be extrapolated to employees' perceptions of the desirability or instrumentality of increased mobility (Feldman and Ng, 2007) , involving careers:
. like the stereotypical Silicon Valley career, that move across the boundaries of separate employers;
. like those of academics or carpenters, that draw validation -and marketability -from outside the present employer;
. like those of real-estate agents, that are sustained by external networks or information;
. that break traditional organizational assumptions about hierarchy and career advancement;
. that involve an individual rejecting existing career opportunities for personal or family reasons; and . that are based on the interpretation of the career actor, who may perceive a boundaryless future regardless of structural constraints.
The majority of studies examined mobility across physical boundaries (Sullivan, 1999) . The physical mobility prevailed over the psychological one mainly due to the difficulty arisen when measuring individuals' perceptions of their capacity to make transitions (Sullivan and Arthur, 2006) . Recognizing that a boundaryless career attitude is primarily psychological, provided empirical evidence, supporting for the existence of two boundaryless career attitudes: BM and OMP. defined a BM as a general attitude of transcending organizational boundaries, by feeling comfortable in interacting with people from different organizations and seeking out opportunities for experiencing new situations that result beneficial for the individual (e.g. providing the opportunity to enhance knowledge and skills). They refer to BM as the willingness "to initiate and pursue work-related relationships across organizational boundaries" (p. 31) from a set location. Holding a BM might result in the development and enhancement of the so-called knowing-whom competencies (Arthur et al., 1999; Defillippi and Arthur, 1996) , which provide access to the resources other people possess, representing a source of expertise, reputation development and learning (Arthur, 1994; Defillippi and Arthur, 1994; Parker and Arthur, 2000) . Moreover, Eby et al. (2003) found that knowing-whom predictors (i.e. the extensiveness of networks within and outside the organization, as well as mentoring relationships) are salient predictors of subjective career success.
The second boundaryless career attitude makes reference to the inclination of the individual towards physical mobility. In that sense, OMP describes individual's strength of interest of remaining with a single or multiple employers. A person high on such an organizational mobility attitude "would be comfortable with or even prefer a career played out across several employers" (Briscoe et al., 2006, p. 31) . Organizational mobility can be motivated by an individual's pursuit of new learning and personal growth opportunities. Inter-organizational mobility is also associated with increases in salaries (Lam and Dreher, 2004) , because individuals are reluctant to change jobs unless a noticeable pay rise occurs. Many individuals, who feel unsatisfied with their level of income or internal promotion, seek out higher income levels or promotion opportunities in the external market and frequently take them when offered (Ng et al., 2005) . Therefore, in spite of the fact that a high-mobility preference is associated with future significant increase in subjective career success, when having a cross-sectional approach, it can be argued that individuals look for opportunities beyond organizational boundaries when they are not satisfied with their current achievements in their employing organization. Sullivan and Arthur (2006) argue that men are more likely to have greater opportunities for physical mobility whereas women are more likely to have greater opportunities for psychological mobility, as a result of social and psychological differences. Owing to family obligations, women may have less freedom than men to engage in physical mobility. However, they are inclined to build careers that are more relational based (Mainiero and Sullivan, 2005) and are more driven by the variety in their work . Warr (2008) found that more men than women made positive ratings of good pay, a responsible job, and good chances of promotion. On the other hand, significantly more women than men rated as important pleasant people to work with, convenient working hours, and meeting people, thus exhibiting a higher psychological mobility than men:
H1. There is a positive relation between holding a BM and subjective career success, more intense in the case of women.
H2. There is a negative relation between OMP and subjective career success, more intense in the case of men.
The protean career
Within the context of a protean career, individuals, rather than their employing organizations, become the architects of their own careers, development and vocational destiny. This orientation represents an internally driven and SD perspective in managing one's career that reflects values such as freedom and adaptability (Hall, 1976 (Hall, , 2002 . Similarly, a protean career was described as a contract with oneself, rather than with the organization, as individuals take active responsibility in managing their careers and transforming their career path (Baruch, 2004) . Thus, the hallmarks of a protean orientation are: freedom and growth, professional commitment, the attainment of psychological success, through the pursuit of meaningful work and the discovery of a "calling" (Hall, 2004; Hall and Chandler, 2005) . Moreover, it has been argued that taking responsibility for managing one's career development can deliver positive psychological outcomes, including career and life satisfaction, enhanced self-efficacy and well-being, as well as extrinsic career progression if desired career outcomes are achieved (Crant, 2000; King, 2004; Seibert et al., 2001) . identified two protean career relevant attitudes: SD career attitudes and VD predispositions, and developed scales for measuring them. Self-direction refers to an individual's self-reliance and proactive approach for managing his or her career (developing goals, searching for opportunities, taking responsibility for one's one success or failure, acquiring and developing skills and competences), instead of passively relying on the organization to provide him or her a clear career path. King (2004) argued that taking responsibility for managing one's career development can deliver positive psychological outcomes, including career and life satisfaction, enhanced self-efficacy and individual well-being, if desired career outcomes are achieved. Moreover, Seibert et al. (2001) and Crant (2000) found that individuals who have a proactive disposition achieve extrinsic career progression and internal satisfaction with their careers.
Apart from holding a proactive, SD approach in career management, protean career actors are VD in pursuing meaningful career goals. These individuals are motivated to shape their careers around their values, motives, and needs, instead of borrowing external standards (e.g. outcomes determined by organizations or society) for navigating their own careers Hall, 2002) . This sense of reliance on one's own values, highlighting the importance of one's own needs, dreams, and aspirations, is oriented towards the attainment of meaningful outcomes for the individual.
In terms of gender, early research indicated that women supposedly are encouraged less strongly to seek autonomy and are constrained more to affiliate with others from a subservient position (Lykes, 1985) . As a result, it has been argued that self-direction values show a gender difference favouring male preference (Prince-Gibbson and Schwartz, 1998). However, the SD nature of a protean career often results in multiple career cycles of career exploration, learning and mastery (Hall, 2002) which permit a greater accommodation of family responsibilities. Women may go through numerous cycles as they seek to create careers that satisfy their own personal needs and definition of success (Valcour and Ladge, 2008) . As opposed to men, women's definitions of career success often focus on subjective rather than just objective outcomes (Lirio et al., 2007; Sturges, 1999; Pachilicz et al., 2008; Valcour and Ladge, 2008; Wise and Millward, 2005) , because they generally have more non-work responsibilities than men, making it difficult to adhere to the norms of the traditional career model. In protean careers, career success is internal, based on one's personal values. Psychological success, such as a sense of personal accomplishment or family happiness, is valued over more traditional measures of success like monetary rewards or progression up the corporate ladder (Cabrera, 2009) . Defining success subjectively based on fulfilling personal values allows women to experience psychological success, even if they do not achieve more traditional measures of success. That is because women's career success outcomes are affected by their interactions with others in the workplace as well as by their own assessments of how well they are meeting work role expectations (Valcour and Ladge, 2008) 
H3. There is a positive relation between self-direction and subjective career success, more intense in the case of women.
H4. There is a positive relation between VD and subjective career success, more intense in the case of women.
Method Sample Research data were collected using a web-based survey. The questionnaire was sent to 434 Spanish graduate and post-graduate distance-learning students of the psychology, business administration, humanities, communication, and law degrees. All the participants were employed at the time when the study was conducted. The participants represented a diverse set of industry sectors, such as agriculture (2 percent), industry (26 percent), building (9.33 percent), and service (62.67 percent). An introductory letter of invitation was sent by e-mail to the study participants. This invitation letter explained the purpose and significance of the study, emphasized voluntary participation and anonymity, and provided a hyperlink that took the participants to the survey web site. The participants were asked to visit the survey web site to fill out the questionnaire. Some days later, a postcard reminder was sent to the emailing addresses of the participants. The postcard reminded potential participants of the survey and encouraged them to participate in the study by using the hyperlink provided in the postcard reminder. Finally, 167 surveys were submitted by the respondents, representing a response rate of 38.48 percent. After handling the missing data, 150 usable entries had been obtained. The respondents (58.00 percent women and 42.00 percent men) were anonymous and they were employed at the time the study was conducted. The average age of the respondents was 30.95 years old. As regards the organizational size, most of them (44.00 percent) were working for small companies, whereas only a 13.33 percent were working in middle-size companies and a significant percentage (42.67 percent) were employees of large companies. The average professional experience was 9.91 years (SD ¼ 6.86), with an average organizational tenure of 5.20 years (SD ¼ 5.44). Gender demographics is provided in Table I .
Measures
Protean career attitudes (self-direction in career management and VD predispositions) were measured using Briscoe et al.'s (2006) eight-item scale (sample item: "I am responsible for my success or failure in my career") and six-item scale, respectively (sample item: "I navigate my own career based on my personal priorities, as opposed to my employer's priorities"). As far as boundaryless career attitudes are concerned, they were also assessed based on Briscoe et al.'s (2006) measures, as follows: an eight-item scale was used to assess BM (sample item: "I seek job assignments that allow me to learn something new") and a five-item scale to measure OMP (sample item: "I like the predictability that comes from working continuously for the same organization").
Subjective career success refers to individuals' feelings of accomplishment and satisfaction with their careers. In the careers literature, career satisfaction -a person's positive emotional state resulting from a personal evaluation of his or her career experiences -is commonly used as an indicator of subjective career success. Therefore, subjective career success was assessed using Greenhaus et al.'s (1990) five-item career satisfaction scale (sample item: "I am satisfied with the success I have achieved in my career"). Information on demographic and background characteristics was collected to gain a deeper understanding of the composition of the sample. Demographic and background characteristics that were considered relevant to the present study included: gender, education level, professional experience, and organizational tenure.
Procedure
Data of this research were collected by means of a questionnaire sent to the sample study. The original questionnaires constructed in English were translated into Spanish, the language of the targeted population, following a translation -back translation procedure (Nunnally and Bernstein, 1994) . Moreover, five cognitive interviews were conducted in order to ensure an accurate interpretation of the questionnaire items, as this technique allows understanding how respondents perceive and interpret questions, and to identify potential problems that may arise in prospective survey questionnaires (Drennan, 2003) . Cognitive interviews permitted us interpreting which items are beyond the theoretical framework of the constructs to be analyzed (Collins, 2003; Jobe and Mingway, 1989) . By means of verbal probing and thinking aloud (Drennan, 2003; Williamson et al., 2000) , participants were asked to verbalize their interpretation of items and to paraphrase and/or comment on the wording of items in an effort to identify ambiguous or poorly worded questions. Once collected the data, they were processed following Miles and Huberman's (1994) suggestions. More specifically, the interviewees were asked to comment on the clarity and readability of the each item by asserting why they assessed it with a certain punctuation, and which parts of the items they found difficult to answer or interpret. Based on their comments, minor stylistic and semantic changes were made.
Results
Internal consistency was measured by Cronbach's a coefficient and the reliability estimates were acceptable and higher than 0.70 (internal consistencies for SD attitudes scale were 0.74 and 0.76 for VD career attitudes, respectively). The internal consistencies for the boundaryless career attitudes were also acceptable and similar to those supported by (BM, a ¼ 0.85 and OMP a ¼ 0.75). The reliability analysis conducted for the career satisfaction scale yielded to an a coefficient of 0.87. Correlation analyses were performed to examine the inter-correlations among the variables included in this study. Subjective career success was significantly related to self-direction and OMP (r ¼ 0.21, p , 0.05; r ¼ 2 0.20, p , 0.05). OMP was significantly related to tenure and BM (r ¼ 2 0.19, p , 0.05; r ¼ 0.30, p , 0.01). Self-direction was also significantly related to VD and BM (r ¼ 0.39, p , 0.01; r ¼ 0.27, p , 0.01). VD was significantly related with BM and OMP (r ¼ 0.22, p , 0.01; r ¼ 0.18, p , 0.05) ( Table II) .
The hypotheses considered have been contrasted by means of a model of structural equations. The proposed models suggest a reasonable fit to the data (Figures 1 and 2) . The existence of the moderating effect of gender has been examined using the analytical strategy described by Singh (1995) . The x 2 statistics for the unconstrained and constrained models are, respectively, 1,544.366 (df ¼ 908) and 1,554.272 (df ¼ 912). Their difference is 9.906 with four degrees of freedom. The significant difference (at the 5 percent level) indicates that the moderating effects do exist.
As far as specific relations in the hypotheses are concerned, we notice that in the case of women, self-direction has a positive effect upon subjective career success (b ¼ 1.227, p , 0.001), while reliance upon their own values has a negative relation with their perceived career success (b ¼ 2 0.688, p , 0.05). In the case of men, we found that OMP contributes negatively to psychological career success (b ¼ 2 0.262, p , 0.1). The other relationships proposed have not been statistically significant. Hence, H2 and H3 were supported, and H1 and H4 were rejected.
Discussion and conclusions
This paper was aimed at analyzing gender differences in the relation between protean and boundaryless career attitudes and subjective career success, in today's dynamic organizational context. A potential limitation of this study is that all participants were distance learning-students, thus limiting the generalizability of the findings to other populations (more heterogeneous in terms of age and educational background). Furthermore, research should use longitudinal designs that permit more pertinent conclusions regarding the causal direction of the observed relationships and in-depth interviews to better understand the motives behind men's and women's subjective career success in a boundaryless and protean career setting.
The analysis indicates that women's career success is positively related with self-direction and negatively related with their reliance on their own values. Although Hall (2004) suggests that gender is not related to a person's career attitude, several researchers (Cabrera, 2009; Sullivan and Mainero, 2008; Shapiro et al., 2008) have found that women are increasingly embracing more non-traditional careers. In comparing the costs and benefits of pursuing a traditional career, many women, especially mothers, decide that the cost of advancing to a higher level within the organization is too high (Grady and McCarthy, 2008) . As Cabrera (2009, p. 88 ) remarks:
[. . .] most organizations are still based on the traditional view that the ideal worker should not let outside responsibilities interfere with hours on or commitment to work. This profile does not fit the reality of women's lives, due to the large amount of their non-work obligations.
Opposed to traditional careers, protean careers are more discontinuous, involving multiple career cycles, marked by self-direction and personal values congruence . Shapiro et al. (2008) indicate that many women are choosing to be "career self-agents" rejecting the traditional "work is primary" model and no longer are acting as employees working at the mandates of their employers but rather setting their own terms of employment. As a result, organizations that want to attract and retain talented women should reshape work structures and human resources policies and provide career models that allow women flexibility so that they could fulfill their work and non-work responsibilities and acquire a greater control over their working hours (Cabrera, 2009) .
With respect to VD and their negative impact upon women's perceived career success, the results were surprising, as they did not support the existing literature's predictions that emphasize women's reliance on self-defined values (Cabrera, 2009) . The values that typically drive protean careers are: being engaged in work that makes a contribution to society and achieving work-life balance (Sargent and Domberger, 2007) . However, we observe that the scale used to measure reliance on one's personal values in this study is very general, and it manly emphasize lack of congruence with organizational values. The findings of this study show that VD predisposition may lead to low levels of perceived career success. Alternatively, that relationship may be moderated by the degree of values fit between organizational and personal values. O'Reilly et al. (1991) showed that the fit of people's values to the values of their employing organization predicts individual satisfaction, commitment, turnover, and performance. This suggests that a high VD individual is likely to achieve subjective career success when his or her values match organizational values. Thus, the values fit might act as a moderator of the relationship between VD and subjective career success. Highly protean individuals are characterized by their desire to achieve meaningful outcomes, driven by strong personal values, and it is to be expected that when those individuals do not find a strong value fit with their employing organization, they are less likely to derive satisfaction when personally evaluating their career experiences. Therefore, the negative relationship between VD predispositions and subjective career success could be explained through the lack of value fit between individual values and organizational ones. However, this research does not focus on value match and has not analyzed in depth this construct, although we believe that this relationship deserves closer attention. Hence, future research is encouraged for examining the moderating effect of values match upon the relationship between VD predispositions and subjective career success. Finally, the research findings revealed a negative relation between OMP and men' subjective career success, suggesting that men are likely to change organizations or to look for employment beyond organizational boundaries when they are not satisfied with the conditions provided by the current organization or when they find a better offer in the external market. For the women sample, this relation was not statistically significant. In that sense, Inceologu et al. 's (2008) asserted that women are less driven by objective measures of career success such as money, status, and promotion and more by job security and are choosing the kind of career that enables them to be successful on their own terms, to find their balance (Heslin, 2005) . However, a recent review and trans-disciplinary analysis on managing the maternal body found that women's choices tend to be drastically limited compared to their male equivalents. Specifically, women may be assessed negatively as workers based upon whether or not they have children, in a manner which does not apply to men. Gatrell (2011) observes how employers associate maternity (employed pregnant and post-birth women) with poor work-place performance, low work orientation, compromised health and unreability. Women with children may thus be obliged to establish their own career routes as a consequence of feel unsupported by colleagues and employers -not merely being a matter of choice. In addition, women managers may need to find their own career paths due the scarcity of women in top leadership, and thus, to the lack of role models as they could not break the glass ceiling. Tlaiss and Kauser (2010) observe that a number of studies have identified organizational barriers that prevent women from advancing such as constraining societal and cultural practices (Benson and Yukongdi, 2006; Wilson, 2003) , discriminatory gender-specific factors (Parker and Fagenson, 1994; Powell, 2000) , the anti-female nature of organizations (Cortis and Cassar, 2005; Eagly and Carli, 2007; Weir, 2003) , and institutional discrimination such as limited access to networking processes, lack of mentoring, and limited training and development opportunities (Cordano et al., 2002; Lahtinen and Wilson, 1994) .
BM was found to be unrelated with subjective career success, suggesting that only a predisposition to promote and sustain active relationship with individuals both within and across organizational boundaries is not sufficient for individuals to enhance their internal satisfaction with their careers. However, we suggest that future research should examine whether subjective career success is enhanced when this mindset is translated into a concrete behavior oriented at creating work-related relationships across department or organizational boundaries and at sustaining and enlarging one's relational network.
